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Abstract 
This paper describes aspects of empowerment of human resources, and its concerning issues such as sense of competence, sense 
of being effective, sense of being valuable, autonomy and trust. These issues are briefly described in this paper and show how 
they can help staff to overcome the concerning worries and how efficiency of staff activities improves by sense of being valuable 
and feeling ownership and efficacy. It is also retrieved that empowered people have a strong sense of personal control over work 
and they believe that they can influence environment or the work results. Also, Self-efficacy is introduced as the most important 
element of empowerment, In fact when the staffs expand their self-efficacy in addition to their skills, capabilities, they feel 
empowered. Besides The idea of empowered personnel about their work is in a way that they feel ownership because they can 
determine how things should be done and how quickly ended. In fact choice is the major component of autonomy This paper also 
indicates that the environment of trust allows people to grow and empowerment is linked strongly with a sense of confidence 
which help staff do their jobs in the right way and do not waste their energy for their protection or to engage in political works 
and they just perform tasks successfully and help organization to improve. In short research results show that without the 
empowerment, neither managers nor the organizations can be successful in the long run. 
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1. Introduction 
There are some aspects to empower the human resources. By evaluating our labor force we can judge whether or 
not our staff benefit from such characteristics. Tomas & Welt house (1990) believed that empowerment is an 
inner motivation which depicts the staff active role in their organization.  
They also have a clear distinction in issues such as the managing strategies, Institutional factors, and staff 
perceptions. They insisted that empowerment is a four-dimensional issue; consisting of competence, meaning, 
choosing and self-efficacy. On the other hand Canger and Canango thought that self-empowerment indicator is 
the personal efficacy (1988). Spertizer (1995, 96) and Abdollahi (1384) in their studies have evaluated these four 
factors. “According to Mishra, Vaten& Cameron (1998) added reliability to these aspects too.” So we can count 
the concerning issues to empowerment as:  
 Sense of competence (Self-efficacy) 
 Sense of being effective 
 Sense of being valuable 
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 Choice (Autonomy) 
 Trust 
 
2. Sense of competence (Self-efficacy) 
When people have sense of efficacy, they became empowered. The ability to feel and expertise is necessary to 
successfully perform at ask that they enjoy. Empower people not only feel the sense of competence, but they are 
sure that to be capable enough to do their required duties. They feel superior and believe that they can grow and 
learn new ways to meet the challenges [1,6,7]. 
Self-efficacy is the most important element of empowerment. Because it depicts that the personnel are trying to do 
solve the difficult problems or not.  
Bondora (1997) asserted that there are three issues to self-efficacy; that are including the person believe to himself 
to be able to do the job, believe to have required capabilities and finally there are no outside obstacles. Another 
factor is credibility, it is the state of being in which the person can craftily make his job [3,8,9].  
Vatan& Cameron (1998) believe that empowered personnel not only have the sense of credibility but also they feel 
trust, so that they are able to do their jobs effectively. They feel personal dominance and this challenges are the 
opportunity to learn and expand their abilities. When the people believe in their credibility to handle the challenges, 
they involve themselves and confidentially face the new situations.  
Expectance of self-efficacy is a key aspect showing how much the people are trying to win incompatible obstacles 
and experiences and how much they can resist in the new challenging condition [5,10]. In fact when staffs expand 
their self-efficacy in addition to their skills, capabilities, perseverance and willingness to meet their goals and 
overcome the obstacles to success, they feel empowered.  Vatan & Cameron (1998) have some instances to self-
efficacy and its counterpoint, disability.  
The resulted evidences of the studies show that self-efficacy is a key factor to overcome the concerning worries 
[2,13], addiction to alcoholic drinks and drugs [4], depression [5,12] and the last but not least the ability to increased 
pain tolerance [1,11].  
An organization, in order to learn, needs the capabilities that make it able to transfer the knowledge that exists in the 
organization and in the environment, to the organization and to make the current and existing knowledge and also 
the newly created knowledge integrated, and then doing knew actions with this new knowledge. 
3. Autonomy 
Self-efficacy and autonomy are referring to feel of the ability and choice, respectively. Instead of involving or 
finishing the job of the people forcefully, they voluntarily start to control and monitor an action that leads to the 
sense of self-efficacy. In this situation the actions of the people are the results of their freedom of action and 
personal authority. Empowered personnel are responsible and they feel the sense of ownership to their behavior [3]. 
They see themselves as active person, who are able to take actions creatively, decide independently and experience 
new ideas [2,4]. These people no longer feel that their activities are pre-determined and controlled by others, or it is 
inevitable and permanent. Instead, they have a sense of self-governing and authority. 
Autonomy is emphasized on the right choices about ways to do the task, work rate and time frame to works. 
Individuals are more committed to what they feel is meaningful, so they pay more time and energy for that purpose 
and show more perseverance in the pursuit of desired goals. It means they can work with a sense of importance and 
value [3,14]: The autonomy, freedom of choice and independence of action of the employee is necessary to perform 
job duties. Vatan and Cameron (1998): Sense of autonomy in choosing the means to experience the feeling of 
starting up their activities and the system. 
Autonomy and choosing have a direct relationship with the methods used to perform the task, The amount of effort 
that must be made, the Speed and time frame that the work should be done. The idea of empower personnel about 
their work is in a way that they feel ownership because they can determine how things should be done and how 
quickly ended. In fact choice is the major component of autonomy. 
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4. Sense of being valuable 
When empowered people feel to be meaningful and beneficial, they make their best in the actions. So that the efforts 
they pay is to get the ideal and standards for employment purposes and their activities, to get the best results.  
Empowered people are careful about what they produce and believe. They also benefit from a special mental and 
psychological power in their work; some sort of special involvement, sense of purpose and excitement and 
enthusiasm. Earning money or just do precisely a job is not significant for a lot of people. They need some things 
that are more fundamental, more personal and more valuable and it has a tangible link with the work they do. 
Significance is a chance that people feel importance and have valuable career goals [3,15].  Significance is the value 
ability of goals of career and having interest to the job.  Significance is the fit between job requirements and beliefs, 
values and behavior.  
Research done in this filed suggests that low-grade job sends to apathy and feelings of separation from job and in 
contrast it leads to a high commitment to meaningful participation and power concentration. Also, people who feel 
empowered and have a meaningful job are playing more efficient than others.  
5. Feeling of efficacy or accept the personal consequences 
Empowered people have a strong sense of personal control over work. They believe that they can influence 
environment or the work results. Acceptance of these individuals results in a period of time to create change in the 
desired direction. Powerful people do not believe that the barriers will control the external environment of their 
activities, but these are unable to control themselves. This sense allows them to actively control the environment in 
line with the demands of their hood [4,16]. 
The loss of personal control can be associated with adverse physical and emotional damages.Believe that a person 
can accept a degree of personalized results on strategic outcomes, business and career goals will be seen differently 
and feel quite effective to control the relationship. The ability to make people feel not only should they feel their 
work is effectively but feel that it can create the effect of it. Results of the researches on effectiveness, shows that 
people are excited and have a sense of personal control. It is essential for mental and physical health.  
 
6. Trust 
Empowered Individuals are equipped with confidence. They are assured that they are treated fairly and equally. 
They are also assertive about the final outcome of their work. They often feel that their power protects them from 
harm. However, even insinuations that they do not show the flexibility, still maintain their sense of personal 
confidence [5]. 
People, who are confident, are more ready to replace the presentation of the honesty and integrity. They are also 
more research-oriented, self-organizing and are eager to learn. And greater capacity for interaction and cooperation, 
maintain a higher degree of flexibility in the work team from the show. People have expressed interest in the trust of 
others. These personnel are also involved in communication and listen carefully to others. 
Trust refers to the relationships between the elite and the subordinates (employee's and vice versa). Trust is linked to 
confidence, competence, openness and faith to the other .People, who have trust to others, have less resistance to 
change. They are also more adaptable to Psychological trauma and the unexpected events. Individuals, who trust 
others, are more likely to be reliable and obey ethical standards. 
Because the environment of trust allows the people to grow, empowerment is linked strongly with a sense of 
confidence. The trust to people, makes them confident so that they will do their jobs the right way, it means they no 
longer waste their energy for their protection, uncover the hidden method, or to engage in political works. In short, 
the trust gives the people sense of confidence. Finally a review of psychological literature ends to the following 
aspects: 
 Sense of competence 
 Sense of autonomy 
 Sense of effectiveness 
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 Sense of being valuable 
 Sense of Trust 
 
These issues are briefly described in here after table. Research findings relating to each of the five shows that, 
personal and organization interests are met. Finally, it can be claimed without the empowerment, neither managers 
nor the organizations can be successful in the long run. 
 
Table 1. Dimensions of psychological empowerment  
Dimension Description 
Sense of competence Having confidence in your ability to perform 
tasks successfully 
Sense of autonomy Having the freedom to choose and  how  to do 
Sense of effectiveness Having the ability to influence or control of 
personal belief on the results of activities 
Sense of being valuable Value for the ideal career goals and personal 
standards 
Sense of Trust Feel safe and believe that they are dealt with 
7. Conclusion: 
This paper introduced empowerment of human resources as one of fundamental needs of organizations and shows 
that In order to achieve the organization's goals, empowerment of human resources is inevitable and without 
empowerment, neither managers nor the organizations can be successful in the long run. 
To empower human resources  , staff shall be treated the way they feel themselves as alive cells of organization 
body and by feeling meaningful and beneficial and trusted, they make their best in the given jobs and improve the 
efficiency of the organization. Besides it is essential for mental and physical health of man power and helps them to 
overcome the concerning worries, addiction to alcoholic drinks and drugs, depression and so on. So in order to 
provide individual and organization goals, an environment of trust shall be prepared which gives the people sense of 
confidence and effectiveness which ensure them that they have the ability to influence or control the results of 
activities.  
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